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1. Introduction
1.1 Introduction to Barclays
Barclays is a multinational investment bank that operates in the financial sector; it has its base in London. Barclays Bank has expanded from domestic banking since it started in 1690 to an international Institution with operations in more than forty countries, fifty-two subsidiaries, and with employees of 83,500 (Michie et al., 2016). There are large numbers of services provided by the bank such as investment banking services, retail banking services, corporate and investment banking services, and wealth management services. Thus, Barclays has a staff for over 130 different nationalities, which proves the company is focused on diversity and exclusion of discrimination. That it is a practical necessity to maintain a system of a multiplicity of ethnic origins is that it creates understanding and invention, essential to address the world’s clientele (Bond et al., 2016). Barclays was chosen for this study due to its large-scale operation in the UK and ambitious diversity programmes.
1.2 Introduction to Emotional Intelligence
Emotional intelligence (EI) is a concept which describes the capacity to effectively recognize and regulate one’s own and other people’s emotions (Kadyrovа et al., 2023). The five leaning areas are empathy, motivation, self-control, self-awareness and social skills. Cultural intelligence is a valuable component in today’s place of business, especially if one is working with a team in which some are culturally different. Cooperation results from its application, and it cultivates empathy, which are crucial characteristics in a pluralistic environment where people have to work together efficiently. The elevation of employees’ EQ opens the way to creating the best conditions for the talents within a diverse labour force in the UK, which yields stable growth for organisations like Barclays (Menon et al., 2021).
[bookmark: _Toc1706941621]2. Key Models of Emotional Intelligence
[bookmark: _Toc1598008490]2.1 Goleman's Model of Emotional Intelligence
Daniel Goleman's model, one of the most well-known frameworks for emotional intelligence, has five key components:
1. Self-awareness is. Self-aware people experience better feelings and an understanding of how these feelings might influence their actions and interactions with other people.  
2. Self-regulation: The ability to control the emotions and deal with them properly. It involves being able to exhibit self-control over one’s behaviour, self-control over stress, be composed, and be flexible (Rastogi et al., 2015). When people are self-regulating, they are not easily swayed by temptations that may hinder their performance, and this in the end foster's reliability and ethical behaviour. 
3. Motivation: Continuous integration of the desire to go over the expectations makes people be naturally motivated. This component is a specific work ethic that does not accord with the values of financial well-being and social rank. They found it highly self-directed, optimistic and goal committed. 
4. Empathy means one’s ability to relate to someone and even feel the same thing the other feels (Kanesan et al., 2019). It is used for persuasion, movement through social networks, and relationship management. Includes awareness of other people’s feelings, attitudes, and matters of concern. 
5. Social skills: the ability to construct and manage networks relative to relationships is an important one. These aspects involve general behaviours that are related to interpersonal interaction such as teamwork, leadership and conflict solving among others.
[bookmark: _Toc955911600]2.2 Mayer and Salovey's Four-Branch Model
According to Mayer and Salovey's concept, there are four unique yet connected abilities:
· Emotion recognition’: the ability to understand and interpret feelings from face and voice as well as pictures and things culturally related. It also includes understanding of own feelings (Olderbak et al., 2019). Self-awareness is considered as the basic component or the prerequisite for practicing the other components of emotional intelligence. 
· Encouraging Thought: In this area, it is feelings that decide the importance of thought. Emotions may help creativity and problem solving as well as help to help direct attention to relevant information by coupling with cognition.
· The perceived language of emotions and the ability to find intersections in feelings. For instance, it consists of comprehending the reasons, effects, and developmental stages of various moods (Caruso et al., 2015). 
· Emotional self and other regulation are referred to as emotional management. Emotional regulation entails how one deals with feelings and how one uses feelings to make decisions. It means the ability to accept positive feelings and apply those, as well as negative, in a specific way.
[bookmark: _Toc311686041]2.3 Bar-On Model of Emotional-Social Intelligence
Reuven Bar-On's methodology is centred on a wide variety of skills related to emotional and social functioning:
· Intrapersonal Competencies: These are as follows; the power to declare and distinguish the self. Some of significant ones are, emotional intelligence, separation-individuation, assertiveness, self-esteem, and self-fulfilment (Aljazi et al., 2019). 
· Interpersonal skills basically cover the area of awareness and social communication. They inform individuals of how they should be responsible in the society, basics of being socially sensitive, and how one ought to conduct themselves in order to be able to build relationships with other people. 
· Adaptability can be described simply as a mobile’s ability to use practical and creative thinking to handle new situations. Organization development requires flexibility, problem solving and reality testing mechanisms (Mishar et al., 2014). 
· impulsivity is an essential element of control stress. Other ways of assessing competency include stress tolerance and impulse control as the vital components.
· General Mood: Positivity falls under contentment, and it encompasses aspects that describe a client’s general mental disposition and feeling towards life (Punia et al., 2019). 
[bookmark: _Toc636517546]3. Importance of Developing Emotional Intelligence in Barclays’ Diverse Workforce
3.1 Enhancing Resilience and Mental Well-being
Promoting the psychological fitness and stability of the workers presupposes the high level of emotional quotient or, simply, ethics. talented and proactive employees, who have high EQ, are in a better position to handle stress and one can be sure to see such a Barclays employee jumping right back from the obstacles encountered (Alpas et al., 2023). Thus, for example, employees with high EQ can remain calm and effectively guide the team during a turbulent period, financial or otherwise, which is limiting overall stress at the workplace. In addition, these employees can easily notice when one or other of them, or a team member feels uncomfortable or is facing burnout, thus, help can be arranged promptly. Therefore, building high EQ is advantageous especially when it comes to programme such as Barclays Wellbeing Programme; mental health treatments and resilience training (Alpas et al., 2023).
3.2 Improving Team Communication and Cohesion
EQ provision greatly enhances the bonding of subordinates and superiors as well as the communication process in a diverse workforce (Polychroniou et al., 2009). High EQ employees at Barclays are in a better position to recognize and regulate their own and other personnel’s moods. Consequently, the individuals that perceive others’ opinions as vital to the communication process are more effective in the process. For instance, high EQ can help in the process of eliminating language and cultural differences that are expected to be experienced in the international project teams (Godfrey   et al., 2009). When one has been understood by others and accepted in the organization, group cohesiveness is achieved and thus improves on order and reduced tension in the workplace.
3.3 Boosting Self-regard and Assertiveness
The factor of deciding in favour of having a high EQ is that assertiveness and self-esteem are two important components part of leadership. High EQ citizens of Barclays are more self-assured and possess better communication skills than the other employees (Yadav et al., 2019). In the banking industry specifically, and business in general, speed, decisiveness and clearly defined direction are highly valued, and this aggression gives. As compared to the teams led by conventional leaders, high EQ leaders’ teams are more likely to adhere to the strategic decisions and changes.
3.4 Reducing Employee Turnover and Increasing Loyalty
On the current research, it is very clear that employee retention and EQ issues are interrelated. When the workers at Barclays are happy, they tend to stick around and therefore there will be a minimal turnover. Managers with higher levels of EQ are in a better position to foster a culture of employees’ appreciation in the workplace (Farh et al., 2012). This emotional support lowers the turnover rates as it makes the employees feel that they are valued and belong to the organization. For example, Barclays business is sensitive to diversity and inclusion, which incorporates high EQ practices as evidenced by the firm’s improved workplace culture indices. The consequences are high levels of the employees’ engagement and their retention (Farh et al., 2012).
3.5 Enhancing Problem-solving Abilities
High EQ employees can provide practical solutions to the existing problems. The Barclays employees that possess E/I evidence better competencies in handling the challenging and pressure-filled situations. They are conversant with bearing in mind several perspectives, defining systemic problems, and creating unique solutions. For instance, according to (Ryback et al., 2014), high EQ helps the workers to be cool and focused when there is a problem such as a financial crisis thus amounting to critical thinking in coming up with measures of minimizing risk. Thus, their EI guarantees that their decision-making will not be compromised by anxiety or tension and produce rational and practical solutions.
[bookmark: _Toc1953841749]4. Relationship Between Emotional Intelligence, Effective Management Communication, and Business Advantage
4.1 Emotional Intelligence and Management Communication at Barclays
The level of empathy, of which a part is Emotional Intelligence or EI, is an influential factor affecting management communication in Barclays. Managers with high EQ know how to control and effectively deal with their own emotions as well as the emotions of the subordinates (Kportufe et al., 2014). Therefore, there is an improvement on the level of communication competency and compassion, which are hallmarks of an accepting and warm culture in workplaces. High EQ supervisors are able to handle delicate issues, to be able to give feedback in a positive manner and needs to be able to identify the core sentiments in a group. 
When making comments regarding a subordinate’s performance, a manager with high EQ may for instance, find it appropriate to motivate and encourage the employees instead of frustrating and depressing them (Goleman et al., 2021). It also enhances general team performance and at the same time increases individual performance all at one time. Good communication reduces insecurity among employees and this call for the improvement of productivity. At Barclays, ideas like ‘Barclays Way’ also speak about integrity while addressing people and are compatible with high EQ ideas of behaviour in the working environment.
4.2 Emotional Intelligence as a Competitive Advantage for Barclays
Building an emotionally intelligent workforce is a competitive advantage for Barclays. High EQ employees also tend to be better collaborators, to be able to cope with stress as well as adapt well to change, all features that are crucial in the dynamism of this sector. A well-developed employee’s emotional intelligence allows them to understand the needs and concerns of their clients, thus clients become more loyal (Barclays et al., 2014). 
Some of the diversified investment include programmes that BARCLAYS, for instance, has embraced and become a market leader in the financial sector with the following investment policies; -equality, statistical surveys, mentoring, and coaching, and most of them comprises of EQ training. The proposition that employees will be at a better position to handle customer relations if they are trained in compassion, emotion identification/ management tailored to a person’s performance (Barclays et al., 2014). Every business that clientele orientated and sensitive, gains a number of customers, thus improving its customer relations and therefore gains an additional revenue. 
High EQ also enables one to be creative and solve problems when the need arises to sustain the competitive edge. The superior emotional intelligence usually means that employees at Barclays are inclined to cooperate with other teams, as well as share ideas that result in new ideas. The last effect of having high EQ in the development teams shows that various perspectives can be taken better into account when creating new financial goods (Stein et al., 2011). 
Positive climates nurture top talent in organizations and EQ is not an exception to this. According to the article, employment seekers prefer to work for firms or organizations that pay an emphasis on the health of workers as well as the emotional intelligence. Leadership Excellence in Barclays is designed to improve the skills of its human resource are indicators of the company’s policy for building an EI organisation. 
It also helps with managing crises because one is in a better position to deal the issues affecting them. During an economic crisis or some other kind of financial issues at Barclays, leaders with EI remain calm, organized and convey their messages to the employees without stirring up fear which in turn brings confidence of employees (Pech et al., 2013). This capability helps the organization to be ready to counter all the challenges, hence increasing its readiness.
[bookmark: _Toc794294155]5. Critical Evaluation of Applied Models
[bookmark: _Toc861035513]5.1 Goleman's Model in Barclays
According to (Chivivi  et al., 2013), Goleman’s framework of the emotional intelligence model includes self-awareness, motivation, self-control, empathy, and social skills on Barclays’ staff development activities. Market also has many advantages, and, at the same time, some potential problems associated with its application in a bank.
Strengths:
· All-inclusive Framework: there is one Goleman’s model that provides detailed solution to the concept of EI and embraces societal and personal competence. Due to this, it can be applied in basically any type of setting the multicultural workforce being applied at Barclays. 
· Emphasis on Leadership: the model’s point of self-awareness and self-control will be helpful for their leadership development (Chivivi  et al., 2013), These are useful skills which, by being adopted by the Barclays executives, will enable them to exercise self-control while encouraging other employees to exercise similar behaviours that will create a healthy working culture. 
· Enhanced Empathy: One of the key components of Goleman’s model that is critical here is empathy, which is required to meet the needs of Barclays’ employees and clients. This is in support of Barclays’ business strategy regarding customer focus as well as staff health.
Limitations:
· Generalisation: Goleman’s idea is quite general; thus, it may not contain numerous peculiarities within a diverse Barclays staff individual. Those of different cultures may interpret the components in different ways even if they are functioning as true cultures (Nanayakkara et al., 2019). 
· Measurement Challenges: This is primarily since the competencies such as self-awareness and empathy can be hazy in evaluation, and it becomes difficult in interpreting the levels of efficiency of the training programmes adopted from Goleman’s paradigm.
[bookmark: _Toc1385473385]5.2 Mayer and Salovey's Four-Branch Model in Barclays
The methodical approach to the description of emotional intelligence can be provided by Mayer and Salovey’s paradigm, which involves observing emotions, facilitating cognition, understanding them, and regulation. Thus, it has some crucial advantages and impressive application and effect in the context of Barclays but at the same time it has major drawbacks (O'Rourke et al., 2018).
Relevance and Effectiveness:
· Organisational Development: The four-branch model also matrix is particularly useful since it creates a clear structure for the improvement of EI in a sequential manner (O'Rourke et al., 2018). This strategy is used by Barclays to provide training courses each that is tailored according to the branch. 
· Integration with Cognitive Processes: In this way the strategy promotes better decision making and problem solving by integrating the affects with the cognitive processes. This is even more useful in the Barclays banking volatile industry.
Challenges:
· Complex Implementation: However, since Mayer and Salovey’s model has developed over the course of many years and is modelled on nine factors, it might be rather difficult to use. This means that a lot of time and money must be invested for the thorough preparation of training schedules effective for each branch. 
· Cultural Sensitivity: The effectiveness of the concept might differ depending on the cultural context that Barclays workers present themselves in, world-wide (Wong et al., 2012). The application of LP is easeful when the workers have adopted single culture because the cultural background affects the perception of the workers on emotions and how to handle them.
[bookmark: _Toc201492103]5.3 Bar-On Model in Barclays
Based on the criteria provided by Bar-On’s model, namely adaptability, stress management, mood management, as well as intrapersonal and interpersonal skills, Barclays might find the model particularly useful (Kazmi et al., 2020). Even as this paper will explore how it has the propensity to influence the training needs of Barclays’ employees positively, it has its drawbacks.
Applicability and Impact:
· Holistic growth: The aspects/touch points that constitute Bar-On’s model include several competencies that can be useful in personal as well as the professional development. This is a holistic approach of addressing the Barclays employees needs based on their emotional and social aspects (Adjei et al., 2014). 
· Stress Management: This is quite appropriate given that one of the focal areas in the model is stress relieving strategies; given that the careers for those in the finance business often involves a lot of pressure.
Meeting Development Needs:
· Flexibility: it is suitable into the Barclays work environment because of the tight schedule most of the workers work under. Such qualities as adaptability and flexibility are peculiar to the employees who would be suitable for the financial industry that is characterized by constant changes to its environment (Adjei et al., 2014). 
· General Attitude and Optimism: In Barclays the promotion of a positive attitude amongst the workers can lead to positive attitude to work which is important in increasing satisfaction. Thus, carried out activities lead to the increased retention and engagement of employees.
Limitations:
· Wide reach: One limitation that stems from Bar-On’s use of the mentioned methodology is that its applicability might be too broad to directly consider development areas uniquely (Murphy et al., 2014). Action strategies may have to be properly designed in a way that responds well to each personnel’s capabilities as well as potential weaknesses. 
· Resource-intensive: However, it may be quite demanding to invest in detailed training courses in light of Bar-On’s concept. It may be very important to spend quite a lot of time and money to make sure that every worker is provided with the necessary help and training he or she may need (Murphy et al., 2014).


[bookmark: _Toc634119397]6. Recommendations and Implementation Plan
6.1 Systems and Processes for Better Collaboration and Connectedness
To enhance collaboration and communication within Barclays' diverse workforce, the subsequent protocols and techniques are recommended
· Committees on Diversity and Inclusion: Formulate committees with the two objectives of enhancing these two ideas. These committees can provide organisational recognise cultural celebrations and arrange social functions also provide training on cultural difference in the workplace (Tienda et al., 2013). 
· Mentorship Programmes: Develop buddy systems where mentors are assigned, and these are responsible for assisting new employees or those from different organizations, and culturally different employees. This helps in sharing information and in the processes that support the formation of community (Tienda et al., 2013).
Practical Steps for Implementation:
· Design sessions on how the group communication technologies are to be used. 
· Ensure that diversity and inclusion meetings are set frequently. 
· Mentor and mentee selection follows the same general procedure which is the matching of the two by their past experiences.
6.2 Embedding Company Values and High EQ Behaviours
High EQ behaviours may be aligned with Barclays' business values through targeted training and development programmes:
· Workshops on Values Integration: Cultivate awareness among Barclays’ employees of Barclays’ main mission and the relevance those mission has to high-EQ traits, such as compassion, impulse control, language choice (Barclay et al., 2014). 
· EQ Training Programmes: High EQ behaviours should be practiced through actual training activities such as role-plays, simulations, realistic situation and other training activities. 
· Performance Metrics: Encourage follow-up appraisals connected with EQ-related competencies, to support the emphasis on these behavioural patterns (Barclay et al., 2014).
Detailed Plan for Training and Developing Staff:
· request a specified quantity of EQ talks and training sessions oriented toward the integration of worth. 
· Use the outcomes of these sessions for the revelation and development of other training material that should be made available. 
· Make talent reviews and development plans encompass the evaluation of the impact of EQ skills and employee’s compliance to values (Gibb et al., 2014).
[bookmark: _Toc2031919689]7. Conclusion
In conclusion, Barclays needs to develop the emotionally intelligent staff due to the state of the economy at the present stage. Thus, EQ is an essential factor when it comes to enhancing self- esteem, communication, staff retention, and problem-solving and resilience skills. When the team orientation policies and practices in Barclays are embraced hand in hand with the company’s values that promotes high emotional intelligence measures, the company is likely to have a productive and happy workforce. In the long term, success will be achieved by providing the business with a competitive edge and enhancing employees and their teams’ performance.
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